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    If the employee turnover rate is too high, many competent employees who 
intend to resign, many works can’t be accomplished smoothly. How to build up a 
pleasant atmosphere and inspire the employees’ potential, increase their job 
satisfaction, reduce the turnover rate, in order to bring the maximum benefits for 
the organization becomes the most critical issues. 
    The study refers to the relationship among job satisfaction, organizational 
commitment and turnover, analyzes the job satisfaction, organizational 
commitment of production managers in manufacturing industry enterprises in 
Xiamen, and their impacts on the thoughts of quitting and turnover intention. 
It focuses on the comparison of differences among the different personal 
attributes and the organizations. The study indicates that the managers were 
mostly dissatisfied on the working environment of their organization and the 
administrative style of their president, the managers in foreign investment 
enterprises were more satisfied than those in domestic private enterprises in 
terms of job satisfaction. The study also finds that the factors of administrative 
style of president had a significant impact on the organizational commitment of 
managers, and the organizational commitment in turn significantly influenced 
the thoughts of quitting. 
According to the result of the research, this research are covered with the 
following suggestions: 
1. Adjust the administrative style, and give production managers more 
opportunities to participate in company’s decision making.   
2. Set up fair and reasonable diversified performance evaluation and 
promotion system. 















4. For the employees that have higher education or have higher position, 
the company should design more challenging, diversified, 
self-controlled jobs, and provide them more opportunities to use 
different skills to complete various jobs, in order to increase their sense 
of job satisfaction. 
5. Reinforcing the managers’ cohesiveness, in order to reduce their 
turnover intention. 
The suggestions to the following researches: 
There are many factors that influence a manager to resign, this study is only 
focused on job satisfaction, organizational commitment and personal attribute 
variables, other variables such as organization climate, culture, leadership 
behaviors etc. have not been researched. 
This study suggests that the following researches can concentrate on the 
turnover intention in many other cases, and analyze with multiple variables. 
 
 























   
 V
 
目    录 
 
第一篇  绪论‥‥‥‥‥‥‥‥‥‥‥  1‥‥‥‥‥‥‥‥‥‥‥‥‥  
第一章  选题与研究框架  ‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥  1 
   1.1  选题构思…………………………………………………………… 1 
       1.1.1  选题背景…………………………………………………… 1 
       1.1.2  选题动机…………………………………………………… 2 
   1.2  研究框架结构……………………………………………………… 5 
       1.2.1  研究目的…………………………………………………… 5 
       1.2.2  研究方法…………………………………………………… 6 
1.2.3  研究步骤…………………………………………………… 7 
1.2.4  论文结构…………………………………………………… 8 
第二章  相关研究情况 ··································································10 
2.1  个人与组织的一致性………………………………………………10 
       2.1.1  个人与组织一致性的意义…………………………………10 
       2.1.2  个人与组织一致性的类型…………………………………11 
       2.1.3  个人与组织一致性和其他变量的关系……………………12 
   2.2  工作满意度的相关研究……………………………………………15 
       2.2.1  工作满意度的基本问题……………………………………15 
       2.2.2  影响工作满意度的因素……………………………………17 
2.2.3  工作满意度的相关模型……………………………………20 
2.2.4  工作满意度与离职倾向及个人属性的关系………………22 
   2.3  组织承诺的相关研究………………………………………………22 















2.3.2  前因变量与后果变量的相关研究…………………………24 
2.3.3  国内组织承诺的相关研究…………………………………26 
2.3.4  国外组织承诺的相关研究…………………………………28 
       2.3.5  组织承诺与工作满意度的关系……………………………32 
       2.3.6  组织承诺与离职倾向的关系………………………………33 
       2.3.7  个人属性与组织承诺的关系………………………………33 
   2.4  离职倾向的相关研究………………………………………………34 
       2.4.1  离职倾向……………………………………………………34 
       2.4.2  个人属性与离职倾向的关系………………………………35 
第二篇  理论研究‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥37 
第三章  工作满意度理论探讨‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥37 
   3.1  工作满意度的涵义…………………………………………………37 
       3.1.1  工作满意度的研究起源……………………………………37 
       3.1.2  工作满意度的定义和特性…………………………………38 
   3.2  工作满意度理论与种类……………………………………………45 
       3.2.1  内容理论与过程理论………………………………………45 
       3.2.2  Maslow 需求层级理论………………………………………46 
       3.2.3  Herzberg 双因素理论………………………………………50 
.3.2.4  Alderfer 的 ERG 理论………………………………………52 
.3.2.5  Adams 的公平理论…………………………………………53 
       3.2.6  Vroom 的期望理论…………………………………………55 
       3.2.7  增强理论……………………………………………………56 
   3.3  工作满意度的相关变量……………………………………………58 
       3.3.1  工作满意度变量的探讨……………………………………58 
3.3.2  工作满意度变量的模型……………………………………60 













   
 VII
3.3.4  工作满意度的研究方向⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯66 
第四章  组织承诺理论探讨‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥67 
   4.1  组织承诺的涵义与分类⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯67 
       4.1.1  组织承诺的涵义⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯67 
       4.1.2  组织承诺的分类⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯71 
   4.2  组织承诺的影响因素与衡量⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯76 
       4.2.1  组织承诺的影响因素研究⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯76 
4.2.2  组织承诺的衡量⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯78 
4.2.3  组织承诺量表⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯80 
   4.3  组织承诺的模型⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯81 
4.3.1  组织承诺的观念性模型⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯81 
4.3.2  组织承诺的前因变量与后果变量模型⋯⋯⋯⋯⋯⋯⋯⋯82 
4.3.3 组织承诺的前因与后果研究性模型⋯⋯⋯⋯⋯⋯⋯⋯⋯84 
4.3.4 基于社会交换理论的组织承诺形成过程模型⋯⋯⋯⋯⋯85 
4.4  组织承诺研究未来趋势⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯87 
4.4.1  不同文化背景下的组织承诺情况⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯87 
4.4.2  组织承诺和工作绩效的关系⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯89 
第五章  离职理论探讨‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥90 
   5.1  离职的涵意与分类⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯90 
       5.1.1  离职的涵义⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯90 
       5.1.2  离职的形态⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯91 
       5.1.3  离职的因素和效果⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯95 
   5.2  若干离职模型研究⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯98 
       5.2.1  Price 模型⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯98 
5.2.2  Mobley 模型⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯99 








































5.2.4  Bluedorn 模型⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯104 
5.2.5  Jackofsky 模型 ⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯ 
5.2.6  Steers & Mowday 模型 ⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯ 
5.2.7  Szilagyi 模型 ⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯ 
5.2.8  March & Simon 模型 ⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯ 
5.2.9  Mobley, Horner & Hollingworth 模型 ⋯⋯⋯⋯⋯⋯ 
5.2.10 Price & Mueller 模型 ⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯ 
第三篇  实证研究---以厦门地区制造业生产主管为例 ‥‥‥ 
第六章  实证研究设计 ‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥ 
   6.1  实证研究框架 ⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯ 
       6.1.1  实证研究架构 ⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯ 
       6.1.2  名词定义与研究假设 ⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯ 
   6.2  研究方法 ⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯ 
       6.2.1  量表设计 ⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯ 
       6.2.2  研究对象与抽样 ⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯ 
       6.2.3  量表信度与效度 ⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯ 
第七章  资料分析与讨论 ‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥‥ 
   7.1  数据统计分析 ⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯  
       7.1.1  资料处理与研究变量相关性及平均值 ⋯⋯⋯⋯⋯⋯⋯ 
       7.1.2  个人属性、组织类别在研究变量的差异⋯⋯⋯⋯⋯⋯⋯ 
   7.2  相关变量分析与讨论 ⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯ 
       7.2.1  工作满意度与组织承诺相关分析 ⋯⋯⋯⋯⋯⋯⋯⋯⋯ 
       7.2.2  工作满意度与组织承诺对离职念头的预测能力⋯⋯⋯⋯ 
       7.2.3  工作满意度、组织承诺及离职念头对离职倾向的预测能力 
⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯ 



























8.1  研究结论与管理上的启迪⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯ 
    8.1.1  实证研究结论⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯ 
    8.1.2  研究结论的实践意义⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯ 
8.1.3  提高员工工作满意度与组建高承诺的工作系统⋯⋯⋯ 
   8.2  建议⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯ 
8.2.1  对企业界的建议⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯ 
8.2.2  对未来研究的建议⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯⋯ 


































































PartⅠ   Introduction……………………………………………………….. 
Chapter 1  The Subject and The Framework ……………………………..  
   Subject of the Study……………………………………………………….… 
       Background of the Subject…………………………………………….. 
       Motivation of the Subject………………………………………………. 
   The Framework……………………………………………………………… 
       Purpose of the Study…………………………………………………… 
       Methods of the Study………………………………………………….. 
Steps of the Study……………………………………………………… 
Framework of the Dissertation………………………………………...  
Chapter 2  Correlative Researches………………………………………… 
   Theory of Person-Organization Fit………………………………………… 
       Meaning of Person-Organization Fit……………………………….… 
       Types of Person-Organization Fit…………………………………… 
       Relations of Person-Organization Fit and Variables …………………. 
   Correlative Researches of Job Satisfaction ………………………………. 
       Concepts of Job Satisfaction………………………………………… 
Determinants of Job Satisfaction…………………….……….……… 
Models of Job Satisfaction……………………………………….…… 
Relations of Job Satisfaction, Turnover Intention and Personal Attributes… 
   Correlative Researches of Organization Commitment……………………. 
       Summing-up Report of Organizational Commitment Researches…….. 
       Antecedents and Outcomes…………………………………………… 















Overseas Researches on Organizational Commitment……………………. 
Organizational Commitment and Job Satisfaction……………………. 
Organizational Commitment and Turnover Intention………………. .. 
Personal Attributes and Organizational Commitment………………. . 
Correlative Researches of Turnover Intention ……………………………..  
    Turnover Intention.…………………………………………………… 
    Personal Attributes and Turnover Intention ………….……………… 
PartⅡ   Theory Study ………………………………………………………  
Chapter 3  Job Satisfaction…………………………………………………  
   Connotation of Job Satisfaction …………………………………………….  
        Origin of Job Satisfaction.…………………………………………. . 
        Definition and Characteristics of Job Satisfaction .………………….  
   Theories and Types.……………………………………………………….. 
        Content Theory and Process Theory.………………………………. 
        Hierarchy Needs theory.……………………………………………. 
        Two Factors Theory  ……………………………………………….. 
        ERG Theory  ………………………………………………………… 
        Equity Theory  ………………………………………………………. 
        Expectancy Theory  ………………………………………………… 
        Reinforcement Theory ……………………………………………... 
   Variables of Job Satisfaction ……………………………………………… 
        Variables ……………………………………………………………. 
        Models ………………………………………………………..…….. 
Effects.………………………………………………………..…….. 
Study Recommendation .……………………………………..……. 
Chapter 4  Organizational Commitment ………………………………… 








































Degree papers are in the “Xiamen University Electronic Theses and Dissertations Database”. Full
texts are available in the following ways: 
1. If your library is a CALIS member libraries, please log on http://etd.calis.edu.cn/ and submit
requests online, or consult the interlibrary loan department in your library. 
2. For users of non-CALIS member libraries, please mail to etd@xmu.edu.cn for delivery details.
厦
门
大
学
博
硕
士
论
文
摘
要
库
